experiences aroused in response to the job; it is also referred to as job-related affective wellbeing (Warr 1978; Van Katwijk, Fox, Spector and Kelloway (2000) . Examples of positive high arousal affect are "enthusiastic" and "inspired"; examples of positive low arousal affect are "relaxed" and "satisfied". Examples of negative high arousal affect are "anxious", "disgusted"; examples of negative low arousal affect are "discouraged" and "fatigued".
Earlier research proposed that there is a positive relation between positive affect and proactive behaviour (Bindl and Parker in press; Parker, Bindl and Strauss 2010; Strauss, Griffin and Rafferty 2009) . Fritz and Sonnentag (2009) assumed that positive affect increases resources, energy, attention, optimism, and active engagement with the environment, all of which initiate, and are necessary for, proactive behaviour. Den Hartog and Belschak (2007) argued that negative affect may either activate employees to behave proactively, render employees passive, or make them withdraw from work. In the first hypothesis we expect a positive relationship between proactive behaviour and job-related affective well-being (both positive and negative): the higher the proactive behaviour, the more positive and negative job-related feelings. In the second hypothesis we expect a negative relationship between proactive behaviour and negative job-related affective well-being: the higher the proactive behaviour, the less negative job-related feelings.
For the second research question we turn to the relation between proactive behaviour and anticipated retirement age. In the Bindl and Parker (in press) model career progression is one of the potential individual outcomes and we consider anticipated retirement age as part of career progression. According to Topa, Moriano, Depolo, Alcover and Morales (2009), anticipated or planned retirement age belongs to the first phase of the retirement process, during which older employees start thinking about retirement. The next two phases are deciding on retirement and the act of retirement. Zaniboni, Sarchielli and Fraccaroli (2010) stated it is meaningful to study retirement planning and decision since these predict actual retirement behaviour. Our reason to include anticipated retirement age as potential individual outcome of proactive behaviour stems from the urgent need to retain older employees longer in the Belgian labour force (see above). According to van Veldhoven and Dorenbosch (2008) , the relevance of the relationship between age and proactivity is threefold. Firstly, society can convince proactive older employees to continue working instead of retiring early. Secondly, organisations can consider retaining and/or (re)hiring proactive older employees who will engage more in their work and remain productive and flexible. Thirdly, when being proactive at work, older employees are active, forward-looking, and persistent agents in their own occupational future. Through their proactive behaviour, older employees tackle negative stereotypes of being incompetent, less productive, reluctant to training, and resistant to change. As such, they reduce the risk of getting marginalised at work and they retain career opportunities. All this may result in anticipating a later retirement age. In the third hypothesis we expect that proactive behaviour predicts anticipated retirement age in a positive way: the higher proactive behaviour, the older the age at which retirement is anticipated. opposite relations between negative affect and the ob-related outcomes mentioned. Applying their findings to our study, we formulate the fourth and fifth hypothesis. We expect in the fourth hypothesis that positive job-related affective well-being predicts anticipated retirement age in a positive way: the more positive job-related feelings, the older the age at which retirement is anticipated. We expect in the fifth hypothesis that negative job-related affective well-being predicts anticipated retirement age in a negative way: the more negative jobrelated feelings, the younger the age at which retirement is anticipated. However, the effects of age and gender on proactive behaviour were not straightforward:
sometimes there were effects and sometimes not; across studies effects were in different directions (i.e., young versus old; men versus women). Hence, we control in our statistical analysis for age and gender. 
Statistical Analysis
To test the first and the second hypothesis, we computed partial correlations, i.e., controlled for age and gender. We tested the third, fourth and fifth hypothesis with hierarchical regression analysis. In each hierarchical regression analysis, age and gender were entered in step 1. In the analysis to test the third hypothesis, proactive behaviour was entered in step 2. In the analysis to test the fourth and the fifth hypothesis, positive and negative affect were entered in step 2. We evaluated the effect of each block of predictors by testing the statistical significance of the change in the explained variance (∆R 2 ). Next, we evaluated the effect of each single predictor by testing the statistical significance of the standardized beta coefficient (β). Proactive behaviour was not statistically significant related to negative affect or anticipated retirement age. This means that the first hypothesis is partially confirmed: proactive behaviour is positively related to being energetic, enthusiastic, inspired, at ease, relaxed, and satisfied. However, the first hypothesis is not confirmed for negative job-related affective well-being. The second hypothesis is also not confirmed.
Results

Insert
Insert Table 2 about here We cannot confirm the third hypothesis on the positive relation between proactive behaviour and anticipated retirement age. The hierarchical regression analysis resulted in an explained variance in anticipated retirement age of only 5 per cent (p=.09). did not contribute in a statistical significant way tot the explained variance (∆R 2 =.05, p=.12), but the step with job-related affective well-being contributed in a statistical significant way to the explained variance (∆R 2 =.10, p≤.01). However, only the standardized beta coefficient for positive affect was statistically significant (β=.24, p≤ .05). These results confirm the fourth hypothesis: positive job-related affective well-being predicts anticipated retirement age in a positive way. Older employees that were energetic, enthusiastic, inspired, at ease, relaxed, and satisfied, anticipated to retire later. We cannot confirm the fifth hypothesis on the negative relation between job-related affective well-being and anticipated retirement age.
Discussion
Along with van Veldhoven and Dorenbosch (2008), we are the only researchers so far who have studied proactive behaviour among older persons in the labour market area. The older employees in our small sample exhibit a fairly high degree of proactive behaviour (M=5.13 on a rating scale 1-7, see Table 1 ), which agrees with the results of van Veldhoven and Dorenbosch (2008) . They composed a sample of 619 employees across 11 organisations in the Netherlands (i.e., health care, manufacturing, service sector, government, and education). They found that older employees were rather on the positive side of on-the-job proactivity (i.e., actively engaging in improving efficient job performance), and were hardly different from younger employees in their developmental proactivity (i.e., actively learning and acquiring skills and knowledge to ensure future employability). Schalk et al. (2010) voiced the stereotype that ageing workers are low on proactive behaviour, but our findings contradict that. As such, older employees' proactive behaviour may buffer negative stereotypes about them and their own self-fulfilling prophecies. Examples of proactive behaviour serving these purposes include speaking up (i.e., voice) and negotiating about future tasks, opportunities, and roles (i.e., job change negotiation, career initiative), as well as bringing about improved work procedures (i.e., taking charge) and acting to prevent the reoccurrence of work problems (i.e., problem prevention).
Our findings confirm the bi-directional relationships between proactive behaviour and positive affect (the first part of the first hypothesis) that are proposed in the model of Bindl and Parker (in press). The proximal antecedent "positive affect" is positively related to proactive behaviour, and vice versa, proactive behaviour is positively related to the individual outcome "job-related affective well-being". Based on these findings, we can confirm and extend earlier research, given our sample of older employees. Den Hartog and Belschak (2007), we explored but did not find a relation between proactive behaviour and negative affect (the second part of the first hypothesis). On average (see Table 1 ), our ample of older employees reported high positive affect (M=3.76 on a rating scale 1-5) and low negative affect (M=2.21 on a rating scale 1-5). We conclude that our study was about an interesting concept (proactive behaviour), an interesting model (Bindl and Parker in press), and an interesting sample (older persons in the labour market). However, it was only a first limited empirical test in a small sample. It remains a major challenge to empirically investigate the high number of proposed links between antecedents and proactive behaviour, as well as favourable and unfavourable outcomes of proactive behaviour. Future research that combines proactive behaviour and retirement should therefore be based on longitudinal, multi-level, and cross-cultural designs. 
